The paper presents the findings of a quantitative investigation into the major working fields of European communication professionals. We build upon previous work done in roles research but follow a grounded approach in using an explorative cluster analysis 
Introduction
Despite political differences over the implementation of an EU constitution, the European markets have become largely a reality, emerging as an integral part of the daily activities of European companies, associations, and institutions. Little doubt exists in the assumption that these developments have a profound impact on the European communication profession as well.
Still, our understanding concerning the working environment, conditions, and job profiles of European communications professionals in particular could be improved. The profiles, and whether commonalities in the profession exist, not only in terms of who does what task, but also whether these tasks share common properties.
The paper is organized as follows. After a review of the public relations literature that relates to job profiles within the communication profession, we provide an overview of the research method used and the statistical tests performed on the sample to elicit answers to our research questions. The results give an account of the job profiles and their characteristics, thus highlighting commonalities and differences between the single typologies. Finally, we discuss the implications for researchers and practitioners that derive from our study.
Theoretical Context
An organization's reputation and legitimacy depends on the degree to which its stakeholders support its goals and policies as well as activities. It is the task of specialists working in corporate communications to serve as advocates for businesses and nonprofit associations and to build and maintain positive relationships with the public. Research into the roles of communication practitioners represents one of the dominant themes within the public relations literature, starting from Broom's & Smith's (1979) four-role typology to Dozier's (1984) refinement into a manager-technician dichotomy, to Toth's et al. (1998) subsequent addition of a third dominant role to this dichotomy, termed the agency profile.
Earlier roles research was based around Broom's (1982) four role typology. These four basic roles performed by public relations practitioners include the expert prescriber who acts as a communication expert within the organization and who identifies problems and provides solutions to the management. The second role is the communication facilitator, who acts as a boundary-spanner for the organization, i.e., ensuring the liaison between an organization and its stakeholders. Also included are the problem-solvers, who are members of the management team and help to apply a rational problem-solving process involving key organizational actors. The final role is that of the technician, who is responsible for the production of written materials such as news releases, pitch letters, and brochures for public relations activities.
Later, Dozier (1983) found a high interrelationship of the three conceptual roles of expert prescription, problem-solving and process facilitation, as well as communication facilitation. He concluded that all three roles are conceptually distinct components of a single organizational role, the public relations manager, a finding that was supported by subsequent research (Anderson, Reagan, Sumner, & Hill, 1989; Dozier, 1992) . It must be noted that the manager and technician roles refer only to the primary functions of a public relations practitioner, and that communication professionals normally do not function solely as managers or solely as technicians, but rather primarily as managers or technicians (Dozier & Broom, 1995) . That means that practitioners who enact activities from the manager role set with greater frequency than activities from the technician role set are categorized as a manager and vice versa. By the same logic, technicians are classified in the same way because they enact technician role activities more frequently than activities associated with the manager role. Enacting one role does not preclude enacting the other role; manager and technician role activities are different, but neither are mutually exclusive nor in opposition to each other (Dozier & Broom, 1995, p. 5-6) . Dozier & Broom (1995) posited a number of key antecedent factors that are likely to affect the ability of practitioners to enact manager roles, in particular gender, professional experience, tenure with an employer, previous education, and the size of the public relations department in a given organization.
Apart from Dozier's & Broom's own research, various studies have been directed at questions concerning whether practitioner roles are indicators of the power of the public relations units within organizations (Lauzen, 1992; Lauzen & Dozier, 1992) , whether roles determine involvement in strategic decision making (Moss, Warnaby & Newman, 2000) , the levels of satisfaction and salary that practitioners derive from public relations work (Broom & Dozier, 1986) , and especially the dominant theme of female gender discrimination (Cline et al., 1986; Creedon, 1991; Toth & Grunig, 1993; Toth et al., 1998) .
However, the majority of roles studies has focused on U.S. practitioners whose experiences may not necessarily be representative of the situation found in the public rela-tions industry in other countries (Moss et al., 2000) . Therefore, we opted to conduct cluster analysis on a European sample to obtain a European perspective. Although we orient our study closely to previous research, we decided not to replicate exactly previous studies in U.S. settings, but to instead go bottom-up from the data to allow for the very heterogeneous setting in Europe. In contrast to Dozier's & Broom's (1995) approach using factor analysis to aggregate communication functions and hence determine job profiles, we base our research on cluster analysis to elicit information on typologies.
Methodology
Practitioner roles research has been based largely around measures that have used the same battery of 24-item role activities that were developed by Broom (1982) as an index of the four conceptual roles advanced by Broom & Smith (1979) , or Dozier's (1984) manager-technician dichotomy. Leichty & Springston (1996) already suggested that the public relations manager scale "lacks a coherent theoretical justification" and that the 18 items comprising the management role scale might, in fact, be labeled "the everything other than technical activities scale." Thus, we decided to elicit the working activities of European communication professionals by conducting an explorative study amongst European communication professionals in 2008, but we closely aligned our items to previous research by Dozier & Broom (1995) .
Sample
Our 
Measures
With regard to our research question, we prompted participants about their major working activities and then aggregated the answers. We derived sixteen items from the aggregation picturing the occupational tasks of European communication professionals.
Instead of using statements with which the participant agreed or disagreed to a certain extent, we chose to determine the time allocated by participants for the respective work-ing activities via five-point Likert scales with the endpoints "little to no time dedicated" (=1) and "very much time dedicated" (=5). We used these data to obtain insight into the Salary from the full-time occupation was collected via salary bands. The question was kept optional, though only 4.5% opted not to disclose this information. Regarding team size, the actual number of employees in the communication department was captured.
Participants were also asked how they would judge their personal job satisfaction measured via a five-point Likert scale with the endpoints "very low" (=1) and "very high" (=5). In addition, we asked participants about their hierarchical position within the communication department.
Data Analysis
Several statistical tests were conducted on the data according to our research questions.
To elicit data from the different typologies within the communication profession, a cluster analysis was performed. Prior to cluster analysis, the data were reduced and aggregated via an explorative factor analysis with the aim of bringing to light the interrelation between the single variables. Exhibit 2 shows the means and standard deviations for these sixteen working fields. Exhibit 3: Reliability coefficient
The latent causes behind the sixteen working activities were determined by conducting factor analysis. We checked for sampling adequacy to ensure that factor analysis was suitable by computing the Kaiser-Meyer-Olkin measure, which can be considered adequate with a value of 0.756 (Backhaus et al., 1996) . and variable 16, "coordination of internal communication efforts," show factor loadings above 0.5, and are thus very significant (Hair et al., 1992) . After the deletion of these two variables, the final factor analysis displayed in Exhibit 4 includes 14 variables that load on five factors. The five computed factors explain 60.15 percent of the total variance.
The five identified factors describe the job profiles underlying the day-to-day tasks of we named this factor "communication with external stakeholders".
Subsequently, we employed cluster analysis in an additional step in order to group participants according to their characteristic working fields. Multiple analysis steps were required to group the various job profiles of the European communication profession.
To begin, we excluded participants who stated extreme values from the sample to ensure the correct determination of the number of clusters. We used the single-linkage method in accordance with Backhaus et al. (1996, p. 306 ) to identify 59 outliers, which left us with 1351 participants who were relevant for cluster formation.
In a next step, we utilized the Ward method (Ward, 1963 ) to determine the number of possible job profiles and the participants belonging to the respective clusters. Factor scores were standardized by the Anderson-Rubin method. We arrived at a five-cluster partitioning that ensured the highest increase of the heterogeneity coefficient (Eckstein, 2004, p. 334) .
Cluster centers constitute the mean value per factor within the cluster. We then optimized the cluster solution, with respect to the assignment of participants to a specific job profile, by utilizing the k-means method (McQueen, 1967) as suggested by Punj & Stewart (1983) , who stated that the k-means method leads to more exact cluster assignment when a Ward-start partition is utilized. Exhibit 5 presents the final cluster centers, hence the mean values of each factor within the cluster. High values indicate intensive activity levels, whereas negative values imply marginal to no activity in the respective communication discipline.
Having identified the final cluster solution, clusters were denominated according to the major characteristic value of the group as well as the interplay of the components. The typologies that emerged from the cluster analysis will be described in detail in the following section. Communicators who fulfill the boundary spanning role are not the least important to organizations, as their work affects the behavior of the people and groups of people comprising the internal and external environment. Not surprisingly, Negotiators in our sample hold a management function with above-average probability, and they display greater seniority, with professional experience of five to fifteen years being the most common (60.9%). 271 participants fall into this cluster, which represents 20.1% of the group. According to the managerial ratio, Negotiators realize higher salaries, with 39.2% earning 100,000 Euros and above, and an average salary of 85,000 Euros, which exceeds the overall average salary by 10,000 Euros. The negotiation typology is one of the more strategic functions within organizations, as can be seen by the comparatively high salary and management ratio. The Negotiator spans communication efforts within organizations, as lobbying actions have to be communicated both externally and internally in accordance with executive management who ensure a one-voice policy. This is especially important within the complex environment of the fragmented EU institutional structure, which is a task that might justify the Negotiator's high pay and status.
Brand Officer
Some communication professionals are involved in advertising and promotions programs. These professionals may often be in a subordinate role to the organization's actual marketing manager, who develops the organization's marketing strategy in detail.
As Exhibit 8 shows, Brand Officers are focused on marketing communication, whereas the exercise of the remaining functions is nearly non-existent, as is indicated by the negative values. 
Policy Advisor
Especially in large organizations, key public relations executives may develop overall plans and policies with other executives. As the data in Exhibit 9 show, this type of Policy Advisors exercises advisory and controlling functions alike. They are involved in the decision-making process of the executive management and exert a strategic function.
There are also few overlaps with the external communication tasks like lobbying, external facilitation, and brand communication. with an average of 95,000 Euros, and they state above-average job satisfaction.
Overall, these corporate officers come close to expert sources for senior management in estimating the communications risks and opportunities of an organization, both internally and externally. Most organizations will rely on the Policy Advisor to advise and participate in decisions that may impact the ongoing reputation of the organization, and also to assume responsibility for plans and outcomes in communications. This type of
Policy Advisor is the archetype of a professional who gives informed advice at a senior level and needs the status to participate in the organization's decision making and strategic planning. Internal Communicators fulfill a specialized function with little to no ties to external stakeholders. Some overlaps do occur regarding external communication tasks, and these can be best explained by the internalization of external stakeholder opinions and demands. This job profile is mirrored by the Press Agent, whose task is mainly the communication with external stakeholders. Job satisfaction within this cluster is slightly lower than average, which may be attributed to the slightly lower status and to the access to senior management of the internal communication role compared to the negotiator or policy advisor role.
Internal Communicator

Press Agent
Many organizations employ public relations specialists to write, research, prepare materials, maintain contacts, and respond to inquiries. Their role is, however, often confined to technical functions such as publicity and media relationship, as is shown by the situation of the final cluster, the Press Agent.
Exhibit 11: Cluster 5, Press Agent
Press Agents are responsible for the communication with external stakeholders, and hence interact with press and media contacts. Dozier & Broom (1995, p. 8) Press Agents are 59.5% male and, with 56.6% being below the age of forty, the youngest cluster. Accordingly, this cluster exhibits the lowest degree of seniority. Press Agents display the lowest managerial ratio of all clusters, with 41.6% holding a management function, which can be explained by the specialist function Press Agents perform. Press Agents are above average in holding a degree in the Humanities and Social Sciences (41.1%), followed by Media and Communication Studies (20.9%), and 25.6%
hold a PR specific diploma or certificate. Press Agents realize an average salary of 75,000 Euros, equaling the overall average salary. Interestingly, this cluster is dominated by Scandinavian and German speaking participants, whose countries realize aboveaverage salaries. Job satisfaction within this cluster is in line with the job satisfaction of the total sample, but is in contrast with the high job satisfaction of the internal communication role.
Implications and Conclusion
In the previous sections, we have identified five different job profiles of communication professionals, differing not only in the type of work activities they perform, but also regarding demographics like age and gender, education, professional standing, and job satisfaction. Using factor analysis, we were able to aggregate work activities to five main job functions, namely negotiating with external constituencies, communication with external as well as internal stakeholders, marketing communication, and advising and reviewing policies. According to the time allocated for these tasks, and according to their specialization, participants were grouped into job profiles by the means of cluster analysis. In contrast to Dozier's & Broom's (1995) earlier research, participants were not assigned to a job profile by means of factor loadings but rather by a three-step clustering procedure.
We Advisors. Our results reflect the manager technician dichotomy of Dozier & Broom (1995) , while based on cluster analysis we also identified two managerial profiles, namely the Negotiator and the Policy Advisor, and three technician roles, including Brand Officers, Internal Communicators and Press Agents. Nevertheless, we state that nowadays the technician role does also contain policy elements, which is especially true for the Press Agent cluster.
Our research by no means constitutes an exhaustive review of the European communication profession, but is rather a first probe into the specifics of the existing job profiles within the profession. We are aware of the fact that these recommendations suffer from some limitations, mainly due to the sample, which constitutes an overall high managerial ratio, and may consequently skew the results regarding the managerial proportion across the clusters. Another point to note is the lack of Investor Relations Professionals, who seem to be underrepresented in our sample. Finally, future research in the cultural context in which the communication profession as well as media systems of the Euro-pean countries, adding to van Ruler & Verčič's (2004) research effort, is needed to put the national differences evident from our data into context. In this sense, our study may act as a pilot study to be replicated across different settings with the aim of developing a more robust tool for research and practice.
Given these conditions, however, we think that roles research can be informed by several avenues of research related to our findings. We believe that our study has research implications for the understanding of the communication profession and the respective roles and interrelations within organizations. There are differences regarding not only functions, but also the population of the job profiles. As our research focuses on the role of the European communication professional, we think it is interesting to examine the commonalities and differences that exist with American studies in future research. Not least from a practitioner's point of view, the study gives an overview of the vocational field of communication and provides information about the educational background, remuneration for each profile, and the standing within the organization. Evident is the fact that as the European markets continue to integrate and with professional standards growing throughout Europe, communications has evolved into a manifold and strategic profession.
